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1 wage trends 
wage increases in June quarter 2007 agreements 
 
This report examines the wage outcomes using a sample of 239 federal and state agreements 
lodged or registered during the June 2007 quarter.   
 
In the June quarter, the average annual wage increase across all agreements was 3.9%, 
unchanged from the March quarter.  The margin has slightly opened between union 
agreements and non‐union agreements since the March quarter (4.0% and 3.6% respectively 
in the June quarter compared with 4.0% and 3.7% respectively in the March quarter).  
However, the gap between public and private sector agreements has closed marginally (4.0% 
and 3.8% respectively for the June quarter compared with 4.1% and 3.8% respectively for the 
March quarter).  Figure 1.1 below depicts these trends. 
 
Importantly, the proportion of agreements made under Work Choices legislation that provide 
for a quantifiable wage increase continues to decline.  The March quarter reports a total of 
57% of the sample of agreements that specify a quantifiable wage increase, but this 
proportion has declined in the June quarter to half of the sample (50%).  Union agreements 
are far more likely to provide a quantifiable wage increase compared to non‐union 
agreements, a difference which has widened markedly in this quarters results.  Only 32% of 
non‐union agreements provide for a quantifiable wage increase (compared with 41% in the 
March quarter).  On the other hand, 67% of union agreements provide for a quantifiable 
wage increase (compared with 70% in the March quarter). 
 
A larger number of agreements now rely on delivering wage increases in line with AFPC 
standards (16% of all agreements).  In addition, 5% of all agreements now leave wage related 
issues open ended and subject to employer prerogative. 
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figure 1.1: June 2007 quarter average annual percentage wage increase 
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Source: ADAM Database, 2007, WRC, University of Sydney 
Note:   Government Business Enterprises and Non-profit agreements have been grouped within the public sector due to small 
sample size 
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high wage outcomes in June quarter 2007 agreements 
 
High wage outcomes are classed as agreements that offer an annual average wage increase 
greater than 5 %.  This quarter there were a total of 17 agreements from the sample that were 
deemed high wage outcome agreements, delivering average annual wage increases as high 
as 8.5%.  Seven of these high wage outcome agreements were selected for closer examination, 
the majority of which delivered closer to 5 % than the maximum annual wage increase 
previously stated.   
 
The most common theme amongst the agreements chosen for closer analysis was centred on 
the need to remain competitive or to create a sustainable organization in light of the 
uncertainty surrounding the industry itself.  The higher wage increases appear to be given in 
exchange for a willingness by employees to accept any anticipated changes to working 
conditions or labour demands brought about by the new legislative environment. 
 
Skills shortages did not appear a main determining factor driving this round of high wage 
outcome agreements.  An exception was found in two agreements covering early childhood 
teachers in Queensland – an occupation which is increasingly being acknowledged as facing 
the skills shortage dilemma.   
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Table 1.1: Key features of higher than average wage increases in June 2007 quarter  
     enterprise agreements 
Industry (AAWI) Key Provisions 
Transport 
Industry 
(AAWI 5%) 
 
• This 3 year union agreement provides three wage increase installments of 
5% per annum.  The agreement also replaces the award and excludes 
protected award provisions 
• The general intent of the agreement is to achieve fundamental and ongoing 
reform of the employment arrangements to ensure to continuously improve 
the viability, efficiency and productivity of the company 
• The agreement reserves the right of the employer to make decisions on all 
business and work related fronts to meet operational requirements.  This 
includes the employment, training and mixture of employees and categories 
(full-time, part-time, casuals, contractors) 
• Hours are averaged over a 4 week period, Mon to Sat (spanning 5am to 
6pm), with staggering of start times when necessary to suit operational 
requirements 
• Overtime is offered to full-time workers before part-time or casual workers 
 
Food 
Manufacturing 
(AAWI 5.05%) 
 
• This union agreement provides for two wage increases of 4% each over the 
19 month term 
• The agreement states that negotiations have been made under an uncertain 
environment where the sustainability and profitability of the industry are in 
question.  The company is prepared to guarantee such wage increases on 
the proviso that the parties continue to honour all commitments and 
undertakings in previous EBAs 
• The parties have made a commitment to work together to make the 
necessary changes when required and in a proactive manner to transform 
individual regions into cost competitive and sustainable organisations 
• Given the situation, the parties agree that modifications to any of the existing 
provisions may be required.  In such instances, the changes are to be in 
writing, with approval from the majority affected 
• The agreement also contains a facilitative provision that can be made 
between management and employees directly affected.  Any of the parties 
can initiate discussions in relation to hours of work (ie shifts, meal breaks, 
start and finish times, spread of hours) 
• Due to the uncertainty of the industry at large, the agreement also states that 
there will be no fixed minimum or maximum employment numbers.  The 
company does, however, endeavour to secure jobs and minimize the need 
for stand downs or retrenchments via multiskilling, job redesign, transfers, 
and ‘regionalisation’ 
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Federal 
Government 
Administration 
(AAWI 5.54%) 
 
• This union agreement provides for a total of 12% in wage increases (in three 
installments) over its 26 month term mainly in recognition of the employees’ 
contribution to improving productivity and efficiency 
• The wage increases are also contingent upon employees participating in the 
Performance and Development Scheme 
• The agreements stands alone and also excludes protected award provisions 
• A range of initiatives geared towards workplace change and overall 
improvements are to be implemented from commencement of the agreement 
• Employees are paid an annual salary with flexibility in working arrangements 
creating a catalyst for the anticipated productivity gains 
• Flexibility in the availability and allocation of people is deemed essential in 
meeting the unusual demands of the organization.  While some parameters 
are made for the standard day, the pattern of hours is determined by the 
manager and the employee 
• The agreement also contains a measure to review workloads and priorities to 
avoid circumstances that lead employees to work excessive or unreasonable 
hours 
• Working from home and job sharing are amongst other flexibility initiatives 
• The agreement also offers an employee assistance scheme to employees 
and their families to help them resolve personal or work issues 
• The agreement strongly focuses on building employee capability through a 
learning and development program and study support 
 
Mining services 
(AAWI 5%) 
 
• Three wage increase installments of 5% are provided in this 3 year union 
agreement 
• The agreement recognizes the need to build workplace relations that 
contribute toward a long term viable company in a competitive industry.  The 
intention is to achieve this through a flexible movement in workers across the 
company’s operations – both with numerical and functional flexibility 
• The agreement directly identifies efficiencies such as staggered start and 
finish times, voluntary call back system, flexible use of RDOs, carrying radios 
a requested, crib breaks, use of computer programs for reporting, and the 
instigation of work orders for repairs as necessary 
 
Local 
government 
administration 
(AAWI 5%) 
 
• This three year union agreement provides three wage increases of 5% each 
• The agreement replaces the award entirely 
• The agreement aims to develop and support a flexible workforce and 
management structure 
• The current economic climate and operational requirements were the key 
factors underlying issues about workforce sizing 
• No other direct trade offs or key features were identified 
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Services to 
Construction 
(AAWI 5%)  
• This three year union agreement provides 6 wage increases of 2.5% each 
• The earnings and employment conditions of this agreement are noted 
specifically due to special and ’peculiar’ circumstances prevailing in the 
Gippsland Region 
• The agreement specifically addresses the need to provide a cost effective 
service to clients and to gain long term viability of the industry through 
multiskilling 
• Hours are averaged over a 4 week period, Mon to Fri (6am-6pm) with start 
and finish times to be altered only after notifying the consultative committee 
and with mutual agreement between the parties 
 
Metal 
Manufacturing 
(AAWI 5%)  
• This employee greenfields agreement provides 2 wage increases of 2.5% 
over its 12 month term 
• Read in conjunction with the parent award, the agreement covers a new 
business which aims to foster a harmonious relationship based on mutual 
trust and the need to achieve and maintain competitive work practices 
• This is founded on objectives such as no work restrictions and maximum job 
rotation, encouraging employee participation in process improvement and 
business activities, and rewarding employee contribution 
• A flexible approach to working hours is taken, with possible changes to 
structures of working hours as needed (via consultation) 
• Change at the workplace are to occur if necessary to ensure the continued 
sustainability of the company - a review of operations is to be used in such 
instances and will involved all affected parties 
 
Source: ADAM Database, 2007, WRC, June 2007 Quarter, University of Sydney. 
Note: High wage agreements are defined as those delivering an AAWI of 5% or above. 
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wage outcomes in current collective agreements 
 
There are 2146 currently operating agreements in the ADAM Database as at 30 June 2007.  
Across all industries the average annual wage increase for currently operating agreements 
with a specified increase was 3.8%.  Figure 1.2 provides a breakdown of the average annual 
wage increases in currently operating agreements by industry.  Electricity, gas and water has 
remained the leading industry, with wage increases hitting 4.4% on average.  This is 
followed closely by construction (4.2%), and government administration and defence (4.1%).  
At the lower end, industries such as accommodation, cafés and restaurants (2.2%) and retail 
trade (2.8%) are providing the lowest increases in agreements.   
 
 
 figure 1.2: wage increases in currently operating agreements, by industry 
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Source: ADAM Database, 2007, WRC, June 2007 Quarter, University of Sydney. 
* Current agreements are those agreements yet to reach their nominal expiry date as at 30 June 2007 
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2 innovative clauses 
leave entitlements 
 
Leave related clauses are where the majority of innovations were found this quarter.  Most of 
these are instances where the employer offers additional entitlements above the statutory 
minimum.  These clauses deal with different forms of leave conditions ranging from general 
unpaid leave to more specified leave entitlements. 
 
Extract 1 from the retail sector shows a broad example of a general unpaid leave clause 
allowing up to a maximum period of unpaid leave of 3 months.  This period is contingent 
upon approval with the employer.  Extract 2 from the Health and Social Assistance sector is 
more specific with the unpaid leave entitlement with employees being granted two 
additional forms of leave – Wellness Days and Special Leave.  A full‐time entitlement of 2 
days paid per year is given in addition to other statutory forms of leave (annual, personal 
etc), but unused Wellness Days do not accrue from year to year.  Full‐time employees are 
given access to six days paid Special Leave per annum, which can be used for unexpected 
personal or family situations.  This is in addition to personal or carer’s leave entitlements.   
 
Extracts 4, 5 and 6 provide examples from the education sector showing innovative 
entitlements for parental leave.  The first of which provides employees with two weeks’ paid 
paternity leave that is deducted from the employee’s carer’s leave entitlement.  The second is 
from another education institution where we see the provision for paid maternity leave 
increasing incrementally over the life of the agreement.  In this case, the amount of paid 
maternity leave for an eligible employee (one that has completed 12 months continuous 
service) increases from 8 to 12 weeks over a two year period covered by the agreement.  This 
can be interpreted as an incentive for female employees to continue employment such that 
benefits will increase with length of service.  The third and final example concerning 
innovative parental leave provisions from an educational institution offers paid pre‐natal 
leave.  The agreement provides access to 35 hours of paid leave for an employee who 
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becomes pregnant to attend medical appointments during the pregnancy period and 7.5 
hours of paid leave to the partner of a pregnant person.  This entitlement is in addition to the 
other provisions for parental leave in the agreement, and is subject to confirmation via a 
medical certificate.  This organization also provides for additional days of leave between the 
Boxing Day and New Years Day public holidays.  Some companies make annual leave 
mandatory over this period, but this particular organisation allows these days to be taken 
without compromising the annual leave entitlement. 
 
The final extract from the manufacturing industry shows a liberal approach to leave due to 
personal illness.  Under this agreement, an employee is entitled to take sick leave as required 
and not based on a specified entitlement of a number of hours or days.  A medical certificate 
may be required, and the leave will not accumulate, but ultimately the entitlement is 
unlimited for employees covered by this agreement. 
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EXTRACT 1 (RETAIL INDUSTRY) 
 
6.6 Unpaid Leave 
(a) Unpaid Leave shall mean an approved Leave of absence, which whilst not exhaustive, 
may include: 
(i) A team member who is studying and requires time to attend exams or participate in 
annual school holidays; 
(ii) A team member who wishes to travel overseas or interstate for an extended period; 
(iii) A team member who requires time off to care for a sick or injured close relative; 
(iv) A team member who wishes to return to studies on a full‐time basis. 
(b) The granting of Unpaid Leave is at the complete discretion of [company]. 
(c) Whilst on Unpaid Leave all entitlements to Annual Leave, Sick Leave, Long Service 
Leave or Superannuation will be frozen from the date of commencing such leave to the 
date of returning from such leave. 
(d) The maximum period of absence on any one occasion will be 3 months. 
(e) Such absence shall not break continuity of employment for the team member 
concerned. 
(f) By agreement Unpaid Leave for casual team members may be extended to 12 months 
in the case of the birth of a child. 
(g) Where a team member is granted a period of unpaid leave, the number of ordinary 
hours that they are to work for the period shall be reduced by the number of hours taken 
as unpaid leave. 
 
 
EXTRACT 2 (HEALTH INDUSTRY) 
 
8.5 Wellness Days 
Full‐time employees are entitled to two (2) Wellness Days on full pay for each 12 months 
of continuous service.  Part‐time employees are entitled to Wellness Days on a pro‐rata 
basis.  Casual employees are not entitled to Wellness Days. 
Employees may not access wellness days until they have successfully completed their 
probation period.  Thereafter, they may access wellness days accrued to date on a pro rata 
basis. 
Wellness days are not cumulative and if not taken in the prescribed time will be forfeited. 
 
8.6 Special Leave  
A full‐time employee s entitled to access up to six (6) days’ paid special leave for each 12 
months of continuous service, to attend to unplanned or unexpected personal or family 
situations that require immediate attention. 
[in addition to personal/carer’s leave] 
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EXTRACT 3 (EDUCATION INDUSTRY) 
 
18.3 Paternity Leave 
(a) An Employee who takes unpaid paternity leave under the provisions of the Act must 
be paid under this clause 18.3 
(b) An Employee shall be entitled to two weeks’ paid leave commencing on the day of 
birth of his child or on the day on which his spouse leaves hospital following the birth.  
This paid leave is to be deducted from Carer’s Leave available to the Employee pursuant 
to clause 17 of this Agreement (NB: spouse means a spouse as defined in clause 
17.1(c(ii)(B) Carer’s Leave). 
(c) An Employee must give notice of the intention to take paternity leave, and provide 
other notice and documentation, as required by the Act. 
(d) A period of unpaid paternity leave will not count as a period of service under this 
Agreement or any statute. 
 
 
EXTRACT 4 (EDUCATION INDUSTRY) 
Clause 5.3 Parental Leave 
The employee is entitled to unpaid Parental leave (including Paternity, Maternity and 
Adoption Leave) in accordance with Part 7, Division 6 of the Workplace Relations Act 
1996.  On request the company will provide you with a summary of the key provision of 
the relevant legislation. 
 
Maternity Leave 
In addition to the maternity leave entitlements an employee with more than 12 months 
continuous service, other than a casual employee, shall be paid the following entitlement: 
8 weeks from 1 January 2007 
10 weeks from 1 January 2008 
12 weeks from 1 January 2009 
 
Paid Paternity Leave 
In addition to the paternity leave provisions an employee, other than a casual, with more 
than 12 months continuous service, would be entitled to one weeks paid paternity leave. 
 
  13 
WRC  ADAM report 54 
 
 
EXTRACT 5 (EDUCATION INDUSTRY) 
 
21.3 Holidays 
Staff are granted the week days that are not public holidays between 26 December and 
1January as additional leave. 
 
21.8 Pre‐natal leave 
(a) In addition to other leave provisions an Employee who presents a medical certificate 
from a doctor stating she is pregnant will have access to paid leave totalling 35 hours per 
pregnancy which will enable the Employee to attend medical appointments associated 
with the pregnancy.  Each absence must be covered by a medical certificate.  Such 
absences may be for part of a day. 
(b) An employee who has a partner who is pregnant will, upon presentation of a medical 
certificate providing confirmation of the partner’s pregnancy, have access to paid leave 
totalling 7.5 hours per pregnancy to enable attendance at the partner’s medical certificate.  
Each absence must be covered by a medical certificate.  Such absences may be for part of a 
day. 
 
 
EXTRACT 6 (MANUFACTURING INDUSTRY) 
26. SICK LEAVE 
26.1 Entitlement to Sick Leave 
(c) They shall provide to the satisfaction of the employer that they were unable on account 
of such illness or injury to attend for duty on the day or days for which sick leave is 
claimed.  At the discretion of the employer, a medical certificate may be required for each 
absence or, where this is not reasonably practicable, a Statutory Declaration.  Where 
genuine illness or incapacity occurs sick leave will be available as required.  As sick leave 
entitlements will be available as required and not calculated on a set number of days 
based on any period of service, no accumulation of leave shall occur and each case may be 
reviewed as appropriate. 
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bonus payments and rewards 
 
In this quarter we have seen employers creating new ways to reward employees for 
continued service.  These agreements provide alternative ways for employers in the non‐
profit sector (first two examples) and the private sector (last two examples) to offer 
incentives to retain staff in tight labour markets. 
 
The first agreement (Extract 7) from an aged care facility provides a parenting bonus for 
eligible staff members.  Considering that there is no provision for paid parental leave under 
this agreement, it seems that this bonus is a form of compensation for the unpaid parental 
leave.  The staggered payment of this bonus is structured to promote the return and 
continuance of work after Parental Leave.  So even though this bonus is an additional 
payment to the employee in lieu of paid parental leave, the employer is manipulating the 
structure of the payment to ensure a continuance of employment after the period of leave. 
 
Extract 8 from a child care centre provides an airfare entitlement achieved once every 2 years 
of service.  The organisation is based in a regional area and provides for a flight to the 
nearest city centre.  In essence, the payment is a service award for reaching two years of 
employment.  The use of such an incentive may be indicative of difficulties in recruiting staff 
to rural and isolated areas. 
 
Extracts 9 and 10 come from the mining industry and provide examples of how skill 
shortages in this industry have translated into performance based bonus payments and 
“market allowances” rather than automatic wage increases.  Extract nine explicitly notes 
entitlements to wage increases will be based on performance reviews.  The rating achieved 
in the performance appraisal will determine the employee’s relative entitlement to a 5% 
increase.  The 5% increase will be applied annually to the starting rate for new employees 
each year, but unless the employee receives a Rating of 3 or above then they will not receive 
the full 5% increase and be subject to quarterly reviews.  There is also the possibility of 
receiving an extra 1% lump sum payment above the 5% wage increase should the employee 
achieve Rating 4 (exceptional performance).  The second example from the mining industry 
outlines the extra “market allowance” that employees receive above the award level in order 
to bring the wages up to the coal industry standard, reflecting increased wages in the 
industry due to skill shortages. 
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EXTRACT 7 (AGED CARE INDUSTRY) 
 
Clause 7.4.18 – Parenting Bonus 
An employee who is not a casual employee and who has completed 12 months continuous 
service prior to the expected date of birth or taking custody of an adopted child, is eligible 
to apply for The Parenting Bonus. 
The Parenting Bonus will be available to all full‐time and part‐time employees based on 
their contracted hours.  The full bonus will be $1500 and will be paid as $500 on the first 
day of Parental Leave described in 7.4, $500 on return to work and $500 six months after 
return to work. 
 
 
EXTRACT 8 (CHILD CARE INDUSTRY) 
 
Clause 12 Airfare Entitlement 
12.1 All permanent full‐time employees employed for a continuous period of 2 years will 
be entitled to an airfare of not more than $500, or of monetary value of an airfare of not 
more than $500 from [location] to [location].  This entitlement will be available to 
employees after each 2 years of consecutive service. 
 
 
EXTRACT 9 (MINING INDUSTRY) 
 
  8.1 Salary Adjustments 
  Throughout the term of this Agreement, salaries will be adjusted as follows: 
~ The Mineworker Salary Rate in Appendix 1 (applicable to new starters) will increase on 1 
April each year by 5% 
~ Employees achieving a rating of 1 or 2 in their performance review would only receive a 
3.5% increase.  These employees would then be reviewed quarterly over the next year and 
would not mover to the new Mineworker Salary until they receive a “Satisfactory” rating. 
~ An employee receiving a rating 3 will receive the full 5% 
~ Employees receiving a rating of 4 will receive an increase of 5% and also receive a lump 
sum payment equivalent to 1% of their base salary. 
 
 
EXTRACT 10 (MINING INDUSTRY) 
   
  3. Market Allowance 
The Market Allowance is the additional amount hat brings the salary amount up to what the 
“market” pays at the 75th percentile in the coal industry in Central Queensland. 
 
  16 
WRC  ADAM report 54 
 
 
occupational health and safety 
 
Occupational Health and Safety can affect an organisation’s efficiency and productivity and 
is of particular importance in some of the traditional blue collar industries.  The following 
two extracts show different ways that employers are approaching the subject of employee 
health and safety at work in agreement making. 
 
Extract 11 comes from the Agriculture sector and provides employees with access to an 
employee assistance program to resolve issues at work and in their personal lives.  The 
counseling service provided allows employees and their immediate family to take time out 
of their working day to pursue this service.  The company may have implemented this 
program as means to assist employees with personal problems before they begin to have any 
affect on performance in the workplace. 
  
The second extract from the manufacturing industry (extract 12) recognises the difficulties 
arising from continuous work in loud workshops.  The employer contributes to the cost of 
hearing‐related tests to benefit the employee.   
 
EXTRACT 11 (AGRICULTURE INDUSTRY) 
 
13 Employee Assistance Program 
13.1 The Company will provide access to an Employee Assistance Provider for 
counseling services to Employees and their immediate family to assist in resolving both 
personal and work related matters. 
13.2 There will be no initial cost to the Employees who contacts the Employee Assistance 
Provider for counseling service. 
13.3 Employees may access the counseling service during working hours. 
13.4 The Property Manager must be informed prior to the Employee planning a work 
place absence, to visit the Employee Assistance Provider (no explanation other than this 
will be necessary). 
Associated Cost with the Service 
13.5 An Employee and their immediate family may have a maximum of up to 6 
counseling sessions (not per occasion) at no charge.  This number may be increased at the 
sole discretion of the Company. 
13.6 If the Employee Assistance Provider refers the Employee or immediate family 
member to another service or provides additional services, then the Employee will be 
responsible for any costs which may arise. 
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EXTRACT 12 (MANUFACTURING INDUSTRY) 
Clause 21. Hearing Tests 
The Company will provide assistance in accessing hearing tests to permanent and 
permanent part‐time Employees on an annual basis.  This assistance shall be a payment 
of $35.00 towards the cost of such hearing tests.  This payment shall be made upon 
production of a receipt issued by general medical practitioner. 
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other innovations 
 
In this quarter we have identified a number of other areas where innovations are occurring 
in agreement making.  These lie in provisions for overtime, training, salary sacrifice and 
wage increases.  These areas of innovations are analysed with reference to extracts 13 to 16 
respectively. 
 
The first extract from the retail sector does not acknowledge overtime rates for permanent 
staff but does provide compensation in the form of time in lieu.  For each hour worked of 
overtime, permanent staff will receive an hour off paid at the ordinary rate.  Essentially this 
is the same as receiving double time payment in monetary terms, but may also assist with 
work‐life balance for employees and payroll administration for employers.  On the other 
hand, casual employees are compensated with a penalty rate which reflects the nature of 
their employment.  This is also applicable for Public Holiday rates under this agreement.   
 
An agreement from the construction industry was found with provisions for the 
reimbursement of costs if an employee’s training has relevance to the Employer’s needs.  The 
employee can apply for reimbursement of their training costs upon successful completion.  
However, it should be also noted that this reimbursement is contingent upon the ‘use’ that 
the Employer receives from this addition of skill to the employee’s abilities.  Should 
employment be terminated (for a cause not in their control) within 6 months of the training, 
then the employee must pay back the costs to the employer, and if termination occurs 
between 6 and 12 months then 50 % should be returned to the Employer.  Therefore, there 
are also conflicting disincentives for employees to engage in training pursued on their own 
initiative. 
 
Extract 15 from the manufacturing industry provides two different options for employees to 
sacrifice their salary for the benefit of savings.  The organisation provides a program for 
employee contributions to Superannuation and also to a Company Share Plan.  The later of 
these is particularly innovative due to the mindset that is behind the program.  Should 
employees wish to sacrifice part of their income to ‘reinvest’ back into the Company’s via a 
share portfolio, then the employee acquires a personal financial interest in success and 
growth of the company, could reinforce employee engagement. 
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The final extract (number 16) also comes from the construction industry and denotes wage 
increases solely subject to employer prerogative.  Wage increase will be reviewed under this 
agreement with respect to both individual and company performance, but gives no 
parameters to what increase, if any, could be available given strong performance in either of 
these areas.  It could be commented that there is no incentive for the individual to perform as 
their wage increase is dependent upon company performance as well, which they may have 
no control over (depending on their responsibilities). 
 
EXTRACT 13 (RETAIL INDUSTRY) 
13 Overtime 
Full‐time and Part‐time employees who are requested to work overtime to meet 
operational requirements will be compensated with time in lieu as summarised in clause 
14 [attached]. 
Casual employees who are required to work overtime will be paid time and a half for all 
hours worked over their rostered hours. 
All Overtime must be approved for in advance with the company director. 
14 Time Off In Lieu 
Time off in lieu will be taken at the ordinary rate that is for every hour worked, one hour 
shall be taken.  Time off in lieu must be taken at the earliest possible convenience to the 
business and with mutual agreement.  The employer may direct the employee to take 
accrued time off in lieu, providing 24 hours notice is given. 
 
 
EXTRACT 14 (CONSTRUCTION INDUSTRY) 
34.5 Where Employees undertake external training, they will be required to reimburse 
the Employer for training costs if their employment is terminated other than for a cause 
not in their control, such as redundancy, death or resignation due to permanent 
incapacity, or other circumstance as reasonable determined by the Employer.  Employees 
will pay the reasonable cost of the training in the following proportions: 
(a) Termination within 6 months of training – 100% 
(b) Termination after 6 months but within 12 months of training – 50% 
(c) Termination after 12 months of training – Nil 
 
34.6 Employees are also encouraged to improve their skills through training at their own 
initiative.  If this training has relevance to the Employer’s current and/or future needs, 
the Employer may make a decision to compensate Employees for these training costs.  If 
this is the case, Employees will be required to submit a claim for the payment 
accompanied by receipts and successful completion certificates and will also be subject to 
the provisions for reimbursement on termination if the Employer has made any payments 
in regards to training costs of the Employee initiated training. 
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EXTRACT 15 (PUBLISHING INDUSTRY) 
Clause 24 Salary Sacrifice for Company Share Plans or Superannuation 
24.1 Company Share Plan 
24.1.1 If the employee wishes, any part of the wages paid under the Agreement may be 
sacrificed in order for them to participate in any Company share plan offered to them. 
24.1.2 The amount sacrificed will show on the payslip as a pre‐tax deduction. 
24.1.3 All the rules of the Company Share Plan will apply. 
 
24.2 Voluntary Superannuation Contributions 
24.2.1 If the employee wishes, any part of the wages paid under this Agreement may be 
directed into superannuation by way of salary sacrifice. 
24.2.2 The amount to be directed via salary sacrifice may not be changed more than once 
in each three month period. 
24.2.3 The salary sacrifice must be paid into the same fund to which the company is 
making the employee’s Superannuation Guarantee Contribution. 
 
 
EXTRACT 16 (CONSTRUCTION INDUSTRY) 
17 Wage Increases 
17.1 Wages may be reviewed and increased at the sole discretion of the Employer.  Wages 
will be reviewed with regards to both individual employee performance and company 
performance. 
17.2 At no time will the wage rates provided in this Agreement fall below the Employee’s 
protected minimum entitlement under the Australian Fair Pay and Conditions Standard 
set out in the Workplace Relations Act 1996. 
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3 technical notes 
method for calculating average annual percentage wage 
increases (AAWI) per agreement 
 
The total wage increase granted over the life of the agreement is divided by the number of 
months for which the enterprise agreement operates.  This figure is then multiplied by twelve to 
generate an estimate of what the increase would be over a twelve month (annual) period.  
Estimates of average wage increases are calculated for those agreements that provide for a 
quantifiable wage increase.  Not all agreements provide sufficient information to calculate annual 
wage increases embodied in them.  The majority, however, report either what the rate of increase 
is or provide sufficient information to calculate it.  Flat dollar increases are converted to a 
percentage by using the weekly rate of pay that applied prior to the new rates under the new 
agreement to calculate the equivalent percentage amount.  Where prior rates are not specified 
and the wage increases are not quantifiable, the agreements are excluded from analysis.  Other 
non-quantifiable wage increases within an agreement, such as those that rely on award increases, 
inflationary (CPI) movements, or individual staff appraisals to determine quantum wage increases, 
are not included in these calculations.  Where different quantum wage increases are given for 
different groups of workers within the same agreement, an average quantum wage increase is 
calculated and used.  ACIRRT also uses a simple rather than compound percentage wage 
increase.  
 
The wage increases are those that affect ordinary weekly earnings (base rates of pay).  AAWI 
figures do not include payments in addition to base rates (such as overtime, bonus payments, 
one-off annualisation of salaries, performance pay, profit-sharing, allowances etc).  Wage 
agreements whose average percentage increase could not be quantified (eg, those introducing a 
new salary structure) are also excluded from these estimates. 
 
Due to delays in the registration process, some agreements will only run officially for a couple of 
months.  Where is it apparent that the official duration of the agreement is unduly short (ie. less 
than 9 months), such agreements are excluded from the calculations so as not to artificially raise 
the estimate of average annual increases contained in all agreements.   
 
sample 
As at September 2007, the ADAM Database has information on 17,182 registered enterprise 
(collective) agreements from the Federal and State jurisdictions as follows: 
Federal (9,942), NSW (2,275), SA (1,093), Queensland (2,543), WA (1,329). 
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about the Agreements Database 
Since 1993, WRC has maintained the Agreements Database and Monitor (ADAM), Australia’s 
most comprehensive and authoritative database of enterprise agreements.  With detailed up-to-
date information on over 16,700 federal and state enterprise agreements and over 1,200 federal 
AWAs, ADAM is an invaluable resource that is frequently used by IR/HR practitioners, economic 
analysts, researchers, policy makers, and academics.  Information from the ADAM Database is 
available in two ways: 
 
1. the quarterly WRC ADAM Report (annual subscription) 
2. customised ‘ADAM Special Reports’ which are fee for service reports tailored to your 
information needs 
 
For more information or a no obligation customised quote contact Betty Frino on: 
Ph: 02 9351 5715 
Fax: 02 9351 5615 
Email: b.frino@econ.usyd.edu.au 
Web: www.wrc.org.au 
 
about WRC, University of Sydney 
Based at the University of Sydney, WRC is one of Australia’s leading, multi-disciplinary, research 
and training organisations. We monitor and analyse the changing nature of work. Integral to this is 
an examination of the wider institutional, economic and social structures as they impact on the 
workplace, organisations and individuals. WRC retains a broad labour market perspective, and 
enjoys a reputation for independent, authoritative, rigorous and innovative research.  Our clients 
include employers from the private and public sectors, employer associations, unions, community 
based organisations and both Coalition and Labor Governments.  
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